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To link to this article: https://doi.org/10.3846/btp.2017.020 evidence on the existence of individuals' multiple career paths (Chapman and Brown 2014) , mutually exclusive and complementary career paths (Feldman and Bolino 1996, Chapman and Brown 2014) and incompleteness in terms of inclusion of values and motivational domains (Wils et al. 2010 (Wils et al. , 2014 . Furthermore, COI literature lacks of empirical studies using exploratory and confirmatory factor analysis in developing countries and detailed open access data for replicability and further meta-studies (Barclay et al. 2013 , Open Science Collaboration 2015 .
To address these gaps, in this study, we aim to discuss the results of exploratory and confirmatory factor analysis of the COI based on a sample of 116 employees of a contact center located in Bogotá, Colombia. By achieving this, we conducted the first Schein COI study in Colombia to provide new insights into this model in developing countries;
we provided an open access data-driven study; and we addressed the methodological gap indicated by Leong et al. (2014) related to the fewer studies in which exploratory and
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Introduction
Current and incoming employees' career paths and orientations should be identified as a strategic task in order strengthens job commitment. The Career Orientation Inventory (COI) model proposed by Edgar Schein is one of the most cited and discussed methods intended to identified individuals' career paths and orientations (Rodrigues et al. 2013) . The model has been widely used and refined in diverse contexts and locations (e.g. COI model implementation in human talent acquisition processes (see Donohue and Power 2014, Dumitrescu 2009 ); health practitioners (see Kaplan et al. 2009 ); the tourism sector (see LaLopa 2001, La-Lopa et al. 2009 ); or expatriates and migrants (see Cerdin and Le-Pargneux 2010) . More than 20 years after Schein's seminal studies, Feldman and Bolino (1996) mentioned that the model has made several contributions, such as it can predict individuals' career path choices, among other remarkable findings. Despite of this, the model also has been widely criticized, providing empirical confirmatory factor analysis were conducted. After this introduction, we present a literature review. Later, we conduct an exploratory and confirmatory factor analysis. Then, we discuss the results. Finally, we present the conclusions and limitations of the study. (Schein 1974 (Schein , 1975 . Personal values and career events also can be seen as internal and external career orientations (Brent et al. 2013 , Igbaria et al. 1991 .
Internal career orientations define careers as individual perceptions about work or how to create meaning from interactions with others (Blustein and Nourmair 1996, Derr and Laurent 1989) . Conversely, external career orientations understand careers objectively as organizational opportunities and limitations selected or discarded by employees according to their experiences and qualifications (Babalola and Bruning 2015) . To reach a consensus between internal and external career orientations, the concept of CA emerged. The CA of an individual can be defined as selfperceived talents, abilities, and values, and the sense of motives and needs that govern one's work and personalrelated choices, which evolve as one gains work and life experience (Schein 1974 (Schein , 1975 (Schein , 1978 (Schein , 1987 (Schein , 1990 . In his first study, Schein (1974) identified five CAs: (1) managerial competence; (2) technical/functional competence; (3) organizational security; (4) entrepreneurial creativity; and (5) autonomy. In subsequent studies, Schein (1987 Schein ( , 1990 identified three more CAs: (6) service/dedication to a cause; (7) pure challenge; and (8) lifestyle (See Appendix for an extended description of each CA). Two decades after Schein's first study, Feldman and Bolino (1996) concluded that there were five remarkable theoretical contributions:
(1) individuals' career identities develop through work and life experience, are not defined at a young age; (2) individuals choose career paths within occupations rather than just occupations (e.g., the managerial competence track in advertising rather than "management" or a pure challenge track in a non-governmental organization rather than "supply-chain"); (3) individuals' career paths in the same vocation might change as much as they would if they were in different industries; (4) individuals' career paths with the same CA might be similar across industries; and (5) CAs can predict career choices.
The mainstream branch consists of studies conducted to refine the COI model and address the sample limitations of the seminal studies. To ensure a close relationship with participants, Schein (1974) decided the following: (1) not to include foreign students, students who were going to be drafted, students who wanted to enter the military, and potential PhD students; and (2) to interview a small sample of 44 graduate students of MIT Sloan School of Management, applying qualitative methodologies (i.e., semi-structured interviews). These two methodology considerations were viewed as flaws by later career theory scholars because of the relatively small size of the sample, its homogeneity (Feldman and Bolino 1996) , and the unidimensional methodological approach (Nordvik 1996) . Consequently, numerous researchers have reproduced the COI using larger, heterogenic samples for diverse geographical contexts, industries, and subjects regarding the following: (1) career and job satisfaction Valency 2006, Guan et al. 2014) ; (2) career trajectories, decisions, and mobility (Chapman and Brown 2014 , Gubler et al. 2015 , McDonald et al. 2005 , Miranda et al. 2011 ; (3) human talent acquisition (Donohue and Power 2014, Dumitrescu 2009 ); (4) retention and turnover decisions (Chang et al. 2011 (Chang et al. , 2012 ; (5) health practitioners (Kaplan et al. 2009 ); (6) the tourism sector La-Lopa 2001, La-Lopa et al. 2009 ); (7) undergraduate students' career orientation (D 'Silva and Hamid 2014, Luo and Zhang 2011) ; (8) expatriates and migrants (Cerdin and Le-Pargneux 2010) ; and (9) the effects of sexual identity and preferences on career experiences and decisions (Kaplan 2014) . Among these studies, Danziger et al. (2008: 17) claimed to have published the first rigorous construct measurement model of Schein's COI by means of confirmatory factor analysis applied to a sample of 1,847 Israeli working adults who completed the COI questionnaire. Danziger et al. (2008) supported the validity of Schein's CA theory; although, they confirmed a distinction between entrepreneurship and creativity, which were considered to be two separate CAs, as Marshall and Bonner predicted in 2003 (Marshall and Bonner 2003) . Consequently, the COI should have nine CAs instead of eight. Moreover, Danziger et al. stated that these findings were not population specific and could be generalized to Western societies (Danziger et al. 2008: 17) . Similarly, by means of confirmatory factor analysis applied to a sample of 238 working adults in Greece, Mihail (2008) drew a similar conclusion to Danziger et al. (2008) : despite the emergence of a "new" career orientation, namely "boundaryless" (Arthur 1994) or "protean" (Hall and Mirvis 1995) , the primary source for shaping a career's path was the individual's CA. Nevertheless, these two Western society-focused studies were not unambiguous. Mihail (2008) argued than personal and work characteristics, such as gender, age, and work experience do not have an effect on a respondent's career path. By contrast, Danziger and Valency (2006) , by means of cross tabulation and a chi-square significance test applied to the same sample they used in 2008, concluded that the percentage of women with lifestyle as their dominant CA was almost twice that of men. In fact, significant differences between women and men's CAs were found, with two exceptions: technical/functional competence and security. These results do not provide evidence of the generalizations of Danziger's et al. (2008) results in so-called Western societies. Similar discussions were addressed in studies conducted in developing countries. In the Nigerian context, Ituma and Simpson (2007) , by means of a grounded theory (n = 30) and factor analysis approach (n = 336), maintained the following: (1) a high unemployment rate and wage variation led to a new career emergence: being marketable; (2) in addition to being marketable, security was the dominant CA; (3) there was no evidence of the existence of a service/dedication to a cause CA; and (4) COI confirmatory analyses work better in terms of five out of six CAs identified (i.e., being stable, being balanced, being challenged, being free, and being in charge). In the Iranian context, Alavi et al. (2012) presented evidence that supported the existence of the "being marketable" value, which belongs to the technical/functional competence. Additionally, another CA was identified: project oriented. These results highlighted the significance of in-context studies for understanding differences across neglected regions in COI literature, such as Nigeria, Iran and, in the case of this study, Colombia.
The critical branch consists of studies conducted to discuss the current validity of the original COI proposal considering present-day unforeseen work dynamics (Rodrigues et al. 2013 ). Feldman and Bolino (1996) proposed an alternative conceptualization of Schein's CA typology through three contributions. First, they proposed three dimensions of CAs that determine their impact on success and effectiveness: (1) CAs focused on the type of work individuals do day in, day out, or talent-based (i.e., managerial competence, technical/functional competence, and entrepreneurial creativity); (2) CAs grounded in individuals' needs and motives, or needs-based (i.e., organizational security, autonomy, and lifestyle); and (3) CAs grounded in a person's attitudes and values, or value-based (i.e., service/dedication to a cause and pure challenge). Second, they argued that is possible for an individual to have multiple CAswhich Schein (1974 Schein ( , 1990 argued in his seminal studies as an exception -for at least three reasons: (1) Schein's COI includes CAs that do not only address career events (e.g., an individual could have both technical/functional and organizational security despite the former belonging to the talent-based dimension and the latter to the needs-based dimension); (2) individuals could experience ambivalence caused by two or more equally attractive objectives; or (3) o one career path seems any more desirable than any other. Third, based on the study conducted by Nordvik (1996) , Feldman and Bolino (1996) proposed that some CAs attract each other, such as organizational security, service/ dedication to a cause, and lifestyle; and some CAs exclude each other, such as entrepreneurial creativity and security, or pure challenge and lifestyle (Figure 1 ).
Considering these future research proposals, Chapman and Brown (2014) provided empirical support to Feldman and Bolino (1996) statements. By means of indices of mutual presence applied to a sample of 1,361 multinational company employees, they concluded that 40% of the participants had multiple CAs and only 12.9% had only one. Feldman and Bolino (1996) predictions were also supported: lifestyle, organizational security, and service/dedication to a cause were complementary CAs, whereas entrepreneurial creativity and security were exclusive. However, the octagonal complementary/exclusion model proposed by Feldman and Bolino (1996) proved to be too limiting because some CAs' relationships were misrepresented and others were not represented at all (Barclay et al. 2013 , Chapman and Brown 2014 , Roger 2006 . To address this theoretical gap, Wils et al. (2010 Wils et al. ( , 2014 , by means of Guttman-Lingoes smallest space analysis applied to a sample of 880 engineers, proposed an original model for the COI based on Schwartz's universal values structure (UVS) (Schwartz and Boehnke 2004) called the career value structure (CVS). The UVS is a circular model intersected by two axes distributed to four quadrants and divided into 10 motivational domains. The horizontal axis opposes "openness to change" and "conservation. " The vertical axis opposes "self-transcendence" and "self-enhancement. " The 10 motivational domains are universalism and benevolence (i.e., self-transcendence quadrant); tradition, conformity, and security (i.e., conservation quadrant); power and achievement (i.e., self-enhancement quadrant); hedonism, stimulation, and self-direction (i.e., openness to change quadrant). Following this approach, the CVS is a circular model based on the correspondence between the four quadrants, 10 aforementioned motivational domains, and Schein's CAs, as follows: technical/functional competence and service/dedication to a cause are located in the self-transcendence quadrant; lifestyle and organizational security are located in the conservation quadrant; managerial competence and identity are located in the selfenhancement quadrant; and pure challenge, entrepreneurial creativity, and autonomy are located in the openness to change quadrant. Wils et al. (2010 Wils et al. ( , 2014 concluded that several CAs are complementary (e.g., creativity and challenge), whereas others are conflictual (e.g., challenge and security). Conversely, the axis's correlation analysis indicates that each quadrant is negatively correlated with the others. As a result, CVS flexibility allows for rigorous and consistent CA data analysis with a broader conceptual framework, such as the UVS to represent accurately the interaction between CAs and motivational domains (Figure 2 ). Considering these findings, this study has the following aims: to conduct the first Schein COI study in Colombia to provide new insights into this model in developing countries; to provide an open access data-driven study, and hence, address the evidence gap identified by Barclay et al. (2013) , for which they found that only seven out of 90 studies contained the detailed information required (e.g. correlation matrix between the CAs); and to address the methodological gap indicated by Leong et al. (2014) that is related to the fewer studies in which exploratory and confirmatory factor analysis were conducted.
Methodology
Sample and questionnaire
This study was conducted in a contact center located in Bogotá, Colombia. The data were collected using an online survey from August to November 2015 with the approval of the senior management committee and the IT department. The questionnaire that was used and translated into Spanish was the same as was used by Danziger et al. (2008) (Appendix). The questionnaire assessed eight CAs: (1) functional/technical competence; (2) managerial competence; (3) autonomy/independence; (4) security/stability; (5) entrepreneurship/creativity; (6) service/dedication; (7) pure challenge; and (8) lifestyle. A 1 to 4 Likert scale was used (1 = totally disagree; 4 = totally agree). The authors and the senior management committee, both considered valuable to understand the career orientation of the call center agents, due two reasons: (1) higher withdrawal rate; and (2) heterogeneity in terms of educational attainment and previous work experience. A random sample of call center agents was considered. A total of 116 call center agents agreed to participate voluntarily in the study. All 116 call center agents fulfilled the questionnaires. 
Rotated component matrix
The 39-item questionnaire yielded .69 on the KaiserMeyer-Olkin measure of sampling adequacy (MSA). An MSA above .60 justifies conducting factor analysis and suggests adequate common variance among the items (Kaiser 1970) . Using principal axis factoring extraction, we identified 12 factors with eigenvalues above one that explained 67% of the variance. We analyzed items weights for each factor in the rotated component matrix. We analyzed the correlation matrix to observe the association between items and their statistical significance. We found that functional/ technical competence and lifestyle items loaded in six out of the 12 factors. We observed that items related to functional/technical competence and lifestyle had a low statistical association between them, with no statistical significance in most cases. Therefore, we decided to eliminate the functional/technical and lifestyle CAs from the analysis. For the remaining CAs, the degree of association between items and their level of significance was analyzed. Thus, we performed a new factor analysis for six factors. We also calculated Cronbach's reliabilities to evaluate the internal reliability of each anchor. The 18 items yielded .674 on Kaiser-Meyer-Olkin measure of MSA. Using principal axis factoring extraction, we identified six factors with eigenvalues above one. These six factors accounted for 69% of the variance. As shown by our results in Table 2 , items mc2, mc3, and mc4 loaded into the managerial competence (MAC) factor, with weights ranging from 0.61 to 0.86. Items auto1, auto2, and auto3 loaded into the autonomy (AUT) factor, with weights ranging from 0.572 to 0,872. Items sec3, sec4, and sec5 loaded into the security (SEC) factor, with weights ranging from 0.80 to 0.83. The entrepreneurship (ENT) factor weights were between 0.79 and 0.87. Items serv1, serv2, and serv4 loaded into the service (SER) factor, with weights ranging from 0.53 to 0.82. Finally, items chal2, chal4, and chal5 loaded into the challenge (CHA) factor, with loadings ranging from 0.70 to 0.84.
Reliability assessment
We assessed the reliability of the items' internal consistency in relation to the construct. A way to calculate this is using a composite reliability coefficient. According to Hair et al. (2014) , a composite reliability coefficient should be 0.70 or higher. Using Cronbach scores, the composite reliability was within the limits defined by Hair et al. (2014) : managerial competence (0.78), autonomy/independence (0.77), security/stability (0.86), entrepreneurship/creativity (0.87), pure challenge (0.83), and service/dedication (0.75).
CA differences between means by gender
We tested whether there were significant differences in CAs by gender by calculating the differences between means. There were significant differences in security/stability between males and females. There were no significant differences in the other CAs (Table 3) . 
CA differences between means by educational attainment
We analyzed whether there were significant differences among CAs based on educational attainment. The results show that there were significant differences in managerial competence (Table 5) .
The results for analyzing CAs by educational attainment show that people with a higher attainment degree scored higher than other academic levels (Table 6 ).
CA differences between means by age
Finally, we analyzed whether there were significant differences in CAs based on age (Tables 7-8) . The results show that there are no significant differences. An analysis of the CAs by gender results show that women scored higher than men in security/stability (Table 4) . 
Results analysis
The results show that the factorial structure that best fits the data was six factors. Functional/technical and lifestyle CAs were excluded. Although this factorial structure was different from Schein's (1975) , other studies support this divergence. For instance, Igbaria et al. (1991) identified a COI of 11 factors, Ituma and Simpson (2007) five factors, and Marshall and Bonner (2003) and Danziger et al. (2008) of nine factors. As mentioned, Ituma's and Simpson (2007) study is one of the very first conducted on developing countries. They argued that the meanings attached to career and its trajectories will be context dependent; thus socio-cultural and economic conditions should be considered. In the Colombian context, the turnover rate was estimated in 37% for employees without tertiary education (75.9% of the sample) (López 2009 ). Furthermore, in the call center where this study was conducted the turnover rate before three months is 10%-12%, 2%-6% above the global average in share services industries (Deloitte 2015) . These local labor market conditions seems not to encourage strengthening functional/technical or lifestyle CA's, where being marketable could be a new and relevant CA identified in developing countries (Duque et al. 2017 ). Mihail (2008) argued that personal and work characteristics have no effect on career orientation. Additionally, Danziger and Valency (2006) claimed that lifestyle was the dominant CA in women. Our results do not maintain consistency with these findings for the overall model. There are significant differences in security/stability and managerial competence CAs regarding gender and educational attainment, and women scored higher than men in security/ stability CA. A socio-economic factor associated with this could be the struggle of women in the Colombian labor market. The unemployment rate of women in Colombia is above the Latin-America average (International Labour Organization [ILO] 2016) and they are 47% more likely to be unemployed due to productive configurations in cities and educational attainment required to pursuit a professional job (Duque et al. 2017) which put under pressure to women to have a preference for security/stability CA.
Conclusions
Identifying the employees CA's of any given organization, has the potential effect of increasing job commitment as one of the most powerful intangible assets for increasing performance and productivity. The COI proposed by Schein is one of the most cited and discussed methods intended to identify individuals' career orientations. Through a quantitative appraisal, the COI applied in the Colombian context demonstrated several differences compared with those previously established in the literature regarding the following: (1) the number of factors (i.e., six CAs compared with the eight originally proposed by Schein); (2) variances in security/stability and managerial competence CAs concerning gender and educational attainment; and (3) lifestyle is not the dominating CA in women. This study presents two main limitations: (1) although previous literature supports the sample size, it is always desirable to study a wide range and heterogeneous sample in terms of geographic location, culture, socio-economic status, education attainment, and economic sector (public, private and NGO); and (2) the results are based on questionnaires fulfilled once, they are not based on longitudinal evidence. Further research should consider: (1) wide sample heterogeneity, not only among industries but also geographical and socio-economic contexts; (2) estimate the direct effect/ impact of the labor market on the individuals CA's; (3) use of quantitative methods to increase their limited existence; (4) longitudinal studies including subjects tracking and monitoring; and (5) data available as digital open access resources to contribute to replicability and transparency.
